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1CHAPTER I
PURPOSE OF STUDY AND THEORETICAL DISCUSSION
The Purpose
This study focuses on the differences between the MBA's1 and
the company's attitudes and expectations towards the job and the
influence these differences have on the MBA's job satisfaction. More
specifically the purposes of this study are as follows:-
1. To study the influence of demographic factors (e.g.
company size, position, industries, kind of work) on
job satisfaction.
2. To study the relationship of the MBA's attitude and
expectations towards the job and their job satisfaction.
3. To study the company's attitudes and expectations towards
the job and its relationship to the MBA's job satisfaction.
4. To study the relationship between the differences in these
company's and MBA's attitude and the influence these
differences have on the MBA's job satisfaction and turnover.
1An MBA is an individual who holds an advanced degree in
business administration. He has completed two additional years of more
sophisticated study relative to a student with a Bachelor Degree in
Business Administration. Thus he holds a Master Degree in Business
Administration.
2The High Turnnver of MRA and Its Costs
Every summer many business graduates enter business organi-
sations to seek their fortunes in a management or staff career. Un-
fortunately within one or two years roughly 50% (see table 1-1) of
these men have voluntarily moved. This high turnover of recently hired
graduates is a considerable waste of human resources both to the company
and the economy.
Table 1-1
Turnover Statistics in Recent Lingnan
Institute of Business Administration MBA Graduates
MBA Class First Job Second Job Third Job
1971 50.0% 12.5%37.50
1972 46.6% 53.4%
Since the average starting salary for a MBA is HK$2,000 per
month2 and it takes the company one or two years to train him before he
can be useful, the turnover of MBA's cost the company HK$12, l-00 if he
quits at six months and HK$24,400 if he quits at the end of one year.
(see table 1-2)
In addition to the company's costs, the MBA's personal failure
on his first job may seriously jeopardize his subsequent performance
2Interview with Doctor H. Sutu, Director of Lingnan Institute
of Business Administration, Chinese University of Hong Kong, Shatin,
N.T., Hong Kong April 1973.
3and success.3 Although the costs of this failure cannot be measured
precisely, the intangible loss to the MBA's perception of himself is
undoubtedly great.
Table 1-2
Estimated Cost of Hiring a MBA
Who Quits Within Six Monts to one Year
Quits At 6 Months uits At 1 Year
HK$Recruitment Cost 200 HK$ 200
Selecting Cost 200 2 00
Training Cost
(e. g. $2,000 per month) 12, 000 24, 000
24,400Total Cost HK$12,400 HK$
Demand For MBAs
The special characteristics of Hong Kong's business environment
(such as shortage of land, absence of primary agricultural and mineral
resources, quota and import restrictions of Japan and United States,
losing competitative power with neighbour countries because of high
labor cost (see table 1-3) increasing size of multinational firms in
Hong Kong, growing complexity of business organization (see table 1-4)
3David E. Berlew and Donglas T. Hall, "The Socialization of
Managers: Effects of Expectations on Performance", Administration
Science Quarterly, Vol. XI, 1966, pp.207-233.
4creates a need for people who are capable of applying the newer
managerial techniques to solve business problems. Unfortunately, this
demand cannot be satisfied nor the cost of training be reduced unless
the business organization and MBA's can learn to cooperate with each
other.
Table 1-3
Statistics of Hong Kong Production
Value and Labor Employment 1963 through 1972
Total Value of
H.K. Production Growth Number of Growth
Year ($ in million) Rate Labor Rate
1963 3, 831 15.4% 302,234 8.5%
1964 4,427 15.5% 1.7%353.571
1965 5, 026 13.5% 357,497 2.10
1966 14.0%5,729 10.2%367,711
1967 6,699 16.9% 431,973 11.4%
1968 8,428 25.6% 10.8%458,940
1969
24.8%10,518 13.5%523,945
1970 17.4%12, 347 568, 787 5.4%
1971
593,49413, 750 14.0% 4.2%
1972 12,689* 10.6%** 1.1%598, 555
Note: The figure of first ten month of 1972.
As compared to first ten months' figure of 1971.
Source: Wah Kiu Yat Po, January 1, 1973.
5Table 1-4
Statistics Number of Company Go Public
Total Capital
Year No. of Company ($ in 000)
1971 16 $ 241,000
1972 1,330,00097
1973 Jan. 17 113,180
1973 Feb 24 284, 800
441973 Mar 397, 889
Total 198 $2,366,869
香 港 中 文 大 學 圖 書 館 藏 書
6Concepts of Conflict
Causes of Conflict
The conflict model. McNeil says,4 Conflict occurs between
incompatible needs, between incompatible modes of behavior aroused by
the needs, or may'exist in choosing a means of gratifying the needs.
Conflict hereby in the study is defined as a state in which
business graduates and companies are being pulled in opposite directions
by mutually exclusive goals, different value systems, different
attitudes and expectations.
A more detailed explanation is given in figure 1-1. Business
graduates' perception of company's behavior leads to business graduate's
response, which is then interpreted by company according to their
attitudes towards business graduate. When there is difference in
perception and attitude towards each other, conflict arises. For
example, conflict arises when the business graduate expects an
opportunity to test himself, but the company does not give him the
responsibility and authority. In other words, the real business
organization is in contrast with the psychological organization that
exists in the mind of business graduate.
Role conflict and role ambiguity. Kahn5 explained this kind
of conflict in terms of person role conflict, and role ambiguity.
4Elton B. McNeil, Psychology and Aggression, Journal of
Conflict Resolution, 1959, pp. 200-201.
Robert Kahn, and others, Organizational Stress Studies in
Role and Ambiguity, John Wiley and Sons, N.Y., 1964, pp-19-22.
7BUSINESS GRADUATES COMPANY
RECEIVE SEND RECEIVE SEND
Perception of Statement of Perception of Statement of
company's business business comianv's
attitude and graduate's graduate's plans and
Stimulus behavior to- plans and Response Stimulus attitude and intentions to- Response
Behavior of output
ward business intentions behavior to- ward business
graduates toward company ward company graduates
FIGURE 1-1 CONFLICT MODEL OF BUSINESS GRADUATE AND COMPANY
8a. Person Role Conflict
This kind of conflict is generated by a combi-
nation of sent pressures and internal forces. That is, the
conflict which may exist between the needs and values of a
person and the demands of his role set, or a person's needs
and aspirations may lead to behaviors which are unacceptable
to members of his role set. In the case of business graduate
and company, when business graduate expects opportunity for
self-test, then he will ask the company to delegate more
authority to him, give him chance to exercise what he has
learnt. The business graduate's supervisor, on the hand,
does not believe the value of the academic training of MBA,
he then give no chance for the MBA to make practical decisions,
and provide limit opportunity of promotion and advancement.
Both parties then fall into conflict.
b. Role Ambiguity
Inadequacy in role sendings may arouse conflict
of focal person. A person must know what the expectations. of
the rights, duties, and responsibilities of his job are. He
must know what activities on his part will fulfill the
responsibilities of the job, and how these activities can be
best performed, otherwise, the role ambiguity will bring him
in conflict state.
The MBA encounters role ambiguity when he is
not given a definite position, nor assigned any responsibility
9or authority to carry out his duties. When the company does
not assign him responsibilities and authority, he thinks
that the company under-estimates his ability and needs.
Since his needs and values are not appreciated by the
company, he is unable to define the role he plays in the
company's activities.
Personal and Organizational Cost of Conflict
Conflict causes various forms of emotional turmoil- anxiety,
tension, frustration, and a sense of futility, which is dysfunctional
for the organization as an ongoing social system and self-defeating
for the person in the long run. By intensive study kahn proved that
role conflict reduces the employee's job satisfaction. (see Table 1-5)
10
6Table 1-5
Emotional Reaction to Role Conflict
Degree of Role Conflict
Emotional Reaction
High Low P*
a) Intensity of experienced
conflict 3.3 1.9 0.07
b) Job related tensions 4.05.1 0.09
c) Job satisfaction 4.4 0.025.6
d) Confidence in organization 5.7 7.3 0.0001
N**
Notes:
The P values are based on T tests of differences between
means.
The total N for the intensive study is 53.
The business graduate attempts to cope with the conflict by
attempting to psychologically withdraw from the situation. Examples of
psychological withdrawal are reduction in communication, day dreaming
at staff meetings, attempting to get out of a committee assignment, picks
apart every suggestion made during meetings, and not caring whether or
not he does a good job. Finally, if the conflict cannot be resolved,
he will leave the company.
6Kahn and others, Organizational stress- Studies in Role
Conflict and Ambiguity, John Wiley and Sons Inc., 1964,p.66.
11
Festinger7 indicates that this conflict can be eliminated or
.resolved if the college graduate is willing to accept the company's
method of doing things or he can refuse to accept any information which
the company transmits to him. However the college graduate is more
likely to refuse any information rather than change his own beliefs
about the company. Thus most college graduates will leave the company
whenever they are faced with conflict.
7Leon Festinger, A Theory of Cognitive Dissonance, Standford
University Press, 1957, Chapter 1.
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Previous Survey on College Graduate Turnover
Psychological Needs and Turnover
Schein,8 Berlew and Hall9 found that when a college graduate
or MBA's needs conflict with those of the organization they are likely
to become dissatisfied and leave their present job. Their research
results coincide with Kahn's person role conflict theory which states
that conflict occurs when a person's needs and aspirations are not
accepted by his role set. The conflict reduces the individual's
satisfaction with his job and increases turnover.
Schein made study on graduates from the Massachusetts Institute
of Technology Master's Degrees Management Program found that over a three
years after graduation from 50 to 73 percent had moved from their job
at least once, while other even on their third or fourth job.
The reason for graduates to leave their job was not related
to high salary though it must be competitive, but for the reasons summarized
as follows:
1. There is conflict between his expectations and values, and
because the company has attempted to intoctrinate him in
his value.
8Schein, E.H., "The First Job Dilemma", Psychology- Today,
March, 1968, pp.27-37.
9David E. Berlew and Douglas T. Hall, "The Socialization of
Managers: Effects of Expectations on Performance", Administration
Science Quarterly, Vol. XI, pp.207-223.
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2. His managers and fellow workers resist change or innovation.
3. They cannot determine to whom in the company they own
loyalty.
4. They do not know how to work in and around the organi-
zational climate, but rather how to make the human organi-
zationo away.
5. Little opportunity to test themselves.
6. The business organization does not look at problems from
the perspective of the high ranking.executive or technical
staff expert, and does not think in general concepts and
rational principle as business graduates do.
7. They are ready for long term problem rather than day-to-
day operating procedures, yet unfortunately they are asked
to day-to-day routine work in their first jobs.
8. The job does not allow him to retain his integrity and
individuality.





Just before Just after One year 3 1-2 years
choice choice later later
FIGURE 1-2 ORGANIZATIONAL ATTRACTIVENESS AND WORK PERIOD
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10. The attractiveness of the organization change with time.
This is proved by the study of Vroom and Deci10 which
indicates that the organization have the highest
attractiveness to Master's Degree Graduates just after
his choice the job, but decrease significantly one year
later. (As shown on figure 1-2)
Berlew and Hall had results which were similar to Schein's
study. This study focused on the MBA's needs for psychological needs.
They found that a new manager who meets the challenge of a highly
demanding job will be subsequently given a more demanding job, and his
level of contribution will rise as he responds to the company's growing
expectations of him.
A new manager assigned to an undemanding job or-failing to
meet the challenge of a demanding job in the first year may seriously
jeopardize a new manager's subsequent performance and success. If he
fails to meet high expectations, he will not experience the internal
and external rewards that lead to the internalization of high performance
standards and positive job attitudes. If he is given a job which demands
little of him, whether he meets expectations or not, he is not likely
to win the recognition that can lead to positive job attitudes or the
personal satisfaction that will facilitate the internalization of high
performance standards.
10 Vroom V.H. and Deci, E.L., The Stability of Post Decision
Dissonance: A Fellow-up Study of the Job Attitudes of Business School
Graduates. Organization Behavior and Human Performance (in press)
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Failure to develop positive job attitudes causes conflict.
The college graduate will respond primary to external work incentives
and not to do more than expected. At this time, he will be dissatisfied
with his job and try to seek another job if possible.
Demographic Factors and Turnover
De Pasquale studied the relationship of demographic factors
and turnover of MBA.'s. He is the President of the Executive Research
Division of MBA Enterprises Inc.. In 1971, De Pasquale surveyed about
5,000 MBAs from the graduate classes of 1965-1968 of 12 leading
business schools in United States, and found the following results:-
1. Geographic Location and Turnover. Turnover is higher
in locations which show a high concentration of
business and industry.
2. Industries and Turnover. The average turnover rate for
MBA in all industries is 38.8%. Particular industries
like advertising (59.4%), education (1i-8.8%) and
government (46.3%) are significantly higher. Industries
like accounting firms (29.9%), banking institutions
(35.9%) and computer equipment and services firms (32.5%)
are significantly lower. (see table 1-6)
11John A. De Pasquale and Richard A. Lange, "Job Hopping and
the MBA", HBR, November- December, 1971.
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3. Company Size and Turnover. Large company tend to have
higher turnover rate. Many MBAs tend to move into
smaller companies on their second and third jobs.
(see Table 1-7)
4. Negligible Factors and Turnover. Turnover is not related
to age, marital status, experience and the full- or part
time nature of the particular MBA program. (see Table
1-8)
5. Reasons MBAs Cite for Leaving Their Job. The major
reasons that MBAs cite for leaving their job are limited
opportunity for advancement, poor expectation of
substantial job, inadequate salary growth.
6. MBAs who change jobs tend to move into line and line/
staff positions. (see Table 1-9)
7. MBAs who change jobs tend strongly to move into admini-
stration/general management. (see Table 1-10)
b. There is no significantly different in turnover between
male MBA and female MBA.




The average turnover rate for MBAs in all
industries is 38.8%, but particular industries have rates
that are significantly higher or lower than this average
Turnover Turnover
Industry rate Industry rate
Television and Motion
Pictures 66.70 Chemicals 4o.5%
Advertising Electronic Mfg.59.24 40.3
Lumber, PulD and All industries
Paper 56.x1 turnover rate 38.8
Metals (steel, copper) Insurance50.0 38.7
Utilities 50.0 Securities (excluding
investing, banking) 38.5
x+8.8Education Banking 35.9
x+6.8Retailing Computer equip. and
Service 32.5
Automobiles 45-3 Accounting 29.9
Airlines 42.9 Textiles 28.6
Mgt. Consulting 41.7 Tobacco 27.3




MBAs who change jobs tend to move
into smaller companies in their second and third job
Company Size
(by number of One-job Two-job Holders Three-job Holders
employees) Holders lst job 2nd job 1st job 2nd job 3rd job
1 100 5.9% 19.87.70 7.5% 25.0 29.3%
101 500 7.1 8.4 13.0 13.55.7 11.2
1, 000501 5.1 6.1 6.6 6.65.5 6.6
1, 001 5, 000 18.0 17.8 18.0 17.5 12.1 17.5
5, 001 10,000 13.4 11.1 10.97.3 7.8 5.5
Over 10,000 48.950.4 35.2 35.052.9 29.9
20
Table 1-8
Negligible Factors and Turnover
MBA Leaving











MBAs who change jobs tend to move into line and
line/staff positions. The same trend is weakly
evident among MBAs who remain in their initial jobs.
Job Hoppers Job Hoppers
At time of At time of
Nature of acceptance acceptance
In Mid - 1970Position In Mid - 1970of first job of first job
(1965 - 1968) (1965 - 1968)
Mainly Line 26.1% 39.1% 32.2% 35.0%
Mainly Staff 65.6 32.5 48.4 41.o
Line/Staff 3.7 14.4 10.3 13.4
Consulting 4.6 14.0 9.1 l0.6
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Table 1-10
MBAs who change job tend strongly to
move into administration general management
Job-hoppers Job-hoppers
At time of At time of
Area of Primary Acceptance In Mid Acceptance In Mid
Responsibility of First Job 1970 of First Job 1970
(1965 - 1968) (1965 - 1968)
Accounting 13.3% 6.5% 13.5% 11.5%
Administration
General Mgt. 15.4 15.231.9 18.3
Enineering 4.8 2.5 5.4 2.9
Finance 19.0 20.3 19.6 19.2
Marketing 15.6 12.8 15.9 16.3
Sales 6.87.1 6.5 7.1
Systems 8.9 6.9 9.1 9.0
Others 15.7 12.3 14.8 15.7
22
Table 1-11
If an MBA. is unable to change the content of
his job in his first position, he may start to hop
Job-holders who remained Job holders who remained
in a given area of res in a given area of res
ponsibility through Mid ponsibility while with
1970 their first employers
Accounting 76.60 88.6%
Administration





Systems 72.69 85. oho
Not only difference in company's expectation and business
graduate's expectation will affect graduate's job satisfaction and
turnover, but demographic factors also significantly influence job
satisfaction. In order to study the job satisfaction and turnover of
business graduates both elements must be put into consideration. This
thesis will try to study the effect of these elements on job
satisfaction. Moreover, since all other studies have been done in
United States, the author will also try to find out whether their





The studies on turnover of MBA's and college graduates show
that it is related to the satisfaction of business graduates' psychological
needs and various demographic factors. These studies are summarized in
Exhibit 2-l.
Exhibit 2-1
Summary Studies Relating Turnover and Conflict
RelationshipInvestigator The Sample Criterion
Found
Schein graduates from MIT Psychological positive
needs and
turnover
Berlew and 62 graduates hired Psychological positive
Hall originally as needs and
management trainee turnover






The survey of the literature gives rise to the following
hypotheses:
1. Demographic factors differentiate yob satisfaction.
2. Business graduates' expectations are positively related
to their job satisfaction and turnover.
3. Company's expectations are negatively related to business
graduates' job satisfaction and turnover.
4.The larger the difference between the expectations of
the business graduate and those of the company the
greater the conflict, and the greater the conflict, the
higher the dissatisfaction and turnover.
Definition of Variables
The study is to find out the relationship between expectation,
attitudes, demographic factors (independent variables) and job satisfaction
(dependent variable). Detail definition of variables are described in
the following paragraphs.
Independent Variables
Definition of demographic factors. There are five factors in
this area including kind of organization, kind of business, kind of
department, position with the company, and the company size in terms of
number of white collar employees. They are indicated in the questionnaire
to be answered by MBA respondents as follows:-
25
1. What kind of organization are you emDloved with?
Private and profit making organization
Welfare and non-profit making organization
Government






























Definition of MBA's expectations and attitudes. MBA's
expectations and attitudes are classified into five categories, such
as: opportunity of self-test, considered to be worthwhile, maintenance
of integrity and individuality, chance to learn and grow, and rationale
of the organization. Hereunder are detail description of the five
independent variables, and the questionnaires were answered by MBA and
comnanv respondents.
1. Opportunity of self-test
Business graduate wants to know what kind of
a person he is and how he will function on a job. If there
is opportunity of self-test, the business graduate will know
how good the job he has done, to what extent he is able to
stand the pressure of working on real things, and how well
he deals with his own anxieties and tensions generated by
27
the job. Eight questions included in this area are listed as follows:
a. The job must be provided an opportunity for the college graduate
to make important decisions.
Completely Slightly Somewhat Strongly My Idea
AgreeDisagree Agree Agree Exactly
b. The job assignment must correspond with the college graduate's
educational background (i.e. Accounting majors in accounting
department, marketing majors in sales department)
Completely Slightly Somewhat Strongly M Idea
Disagree Agree Agree Agree Exactly
c. A job should have deadlines and/or goals to meet.
Completely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
d. Experience is important to get a job done.
Completely Slightly StronglySomewhat My Idea
Disagree Agree Agree Agree Exactly
e. A graduate who has scored high in his college examination will
do the best work.
Completely Slihtly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
28
f. A graduate should not be permitted to fail in his first job
assignment.
Slightly SomewhatCompletely Strongly My Idea
Disagree Agree Agree Agree Exactly
g. A college graduate should be promoted on the basis of his past
nerfrmn cue.
Completely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
h. College graduates should not be interfered with even when they
make mistakes. Let them solve their own problems.
Completely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
2. Considered to be worthwhile
College graduates' education gives the graduate
a sense of being special of having special techniques which
will be considered worthwhile. He wants his contribution to
be appreciated, to have a chance to show what he can do,
and to have real responsibility. If these expectations are
satisfied, the college graduate is considered to be worthwhile
by the company.. Four questions are asked in this area and
listed as follows:-
29
a. A college graduate should be permitted to participate in the
planning of the department's or work group's activities.
Completely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
b. A company supervisor should not require periodic progress reports.
He should wait until the job is done before interferring with
the college graduate's work.
Completely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
c. Difficult jobs should be given to most experienced emplo.vees.
Completely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
d. A good supervisor should watch the college graduate's work closely
and criticize him whenever necessary.
Completely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
3. Maintenance of integrity and individuality.
College graduate does not like to be brainwashed
by conforming to company patterns and values, or by involving
himself in excessive company activities. He is not willing
to be swayed by company benefits. Two questions in this
area are asked and listed as follows:-
30
a. The graduate must identify with the company (i.e. know rules and
procedures) before he is useful to the company.
Completely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
b. When rules or procedures interfere with getting the job done, they
should be overlooked or forgotten.
Completely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
4. Chance to learn and grow
The college graduates expect their jobs not
only provide an opportunity to use their present talent
and knowledge, but also provide opportunity to learn
new things and develop new talents. Two questions in this
area are asked and listed as follows:-
a. A company should provide a graduate with a choice of a job within
the company.
Completely Slightly Somewhat Strongly ley Idea
Disagree Agree Agree Agree Exactly
b. A large company would offer a greater opportunity to learn.
Completely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
32
5. Rationale of the business organization
The college graduate expects the organization
which hires him meet his ideal of the rational business
organization described in economics and business
administration text books. The organization will utilize,
or at least be receptive to utilizing, new techniques of
marketing, production, management. It will be dynamic and
exciting and enhance his self-image to be a member of the
organization. Three questions in this area are asked and
listed as follows:-
a. A company which has a management development program is a good
company to work for.
Completely Slightly Somewhat Strongly Nay Idea
Disagree Agree Agree Agree Exactly
b. it a graduate disagrees with the company's policies and rules he
should discuss suggestions and changes with his supervisor.
..omDletely Slightly Somewhat Strongly Nay Idea
Disagree Agree Agree Agree Exactly
c. Seniority is important in considering employees for promotion.
Completely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactlv
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Definition of company's expectations and attitudes. Company's
expectations and attitudes are classified into six categories, such as
viewing the MBA as over-ambitious and unrealistic, theoretical, idealistic
and naive, immature and inexperienced, security conscious and unwilling
to take risks, not willing to sell his good ideas, and high useful
resource. Hereunder are detail description of these six independent
variables.
1. MBA is over ambitious and unrealistic in expectations
The college graduate is viewed as over ambitious
and unrealistic in expectations regarding the chance of
advancement and increased responsibility. He wants
quick advancement and real responsibilities in a short
time. Three questions are asked in this area and listed
as follows:-
a. The ambition of a college graduate is to become the owner of a
successful business.
,ompletely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
b. A college graduate should not admit to himself that he made a
mistake
Completely Slightly Somewhat Strongly y Idea
DisaareE Agree Agree agree Exactly
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c. Economic success is the most important thing in one's life.
SlightlyCompletely Somewhat Strongly Nov Idea
Disagree Agree Agree Ep.(-t vAgree
2. MBA is theoretical, idealistic and naive
The company views that MBA cannot transfer
his academic training to practical problems. Therefore
he always fails in important assignments. Two questions
are asked in this area and listed as follows:-
a. Self-confidence is essential for doing an excellent job.
Completely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
b. All college graduates who start working for the company should learn
the business from the bottom up (i.e. They should begin as clerks,
dock workers or similar lower level job and work their way to the
top.)
Completely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
3. MBA is too immature and inexperienced
The college graduate is unable to cope with the
organizational realities. He is not able to translate
technical solution into practical, understandable terms
34
and inexperience to diagnose and overcome source of
resistance for new ideas. Two questions in this area
are asked and listed as follows:-
a. College graduates should give the impression that they know every
thing about the business.
Completely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
b. A college graduate's schooling will provide him with a basis
for making practical business decision.
Completely Slightly Somewhat Strongly M_v Idea
Disagree Agree Agree Agree Exactly
4.MBA is too security conscious
The company views that the college graduate is
too unwilling to take risks. Two questions in this area
are asked and listed as follows:-
a. A promotion plan and salary scale should be made clear to college
graduates before they are employed.
Completely Slightly Somewhat Strongly M Idea
Disagree Agree Agree Agree Exactly
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b. A college graduate wants to know that his future with the company
is certain.
Completely Slightly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
5. MBA is not willing to sell his good idea
The company views that the college graduate
is unwilling to work hard to get his idea across,
unskillful in communication, impatient and lacking
in perseverance in working for acceptance of new
ideas. Two questions in this area are asked and
listed as follows:-
a. Conflict is best resolved by a compromise. Both parties receive
something. Neither party is a winner nor a loser.
Completely Slightly Somewhat Strongly My idea
Disagree Agree Agree Agree Exactly
b. Time is the best way to examine whether a decision is right.
Completely Slihtly Somewhat Strongly My- Idea
Disagree Agree Agree Agree Exactly
6. MBA is potentially a hiLrhl useful rPRniirna
MBA. is potentially a useful resource. He has
new ideas, new-approaches, and better management tech-
niques which are useful for company. Two questions in
this area are asked and listed as follows:-
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a. College graduates have the potential to increase the company's
growth.
Cnm-nl PtPl Zr SliLrhtly Somewhat Strongly My Idea
Disagree Agree Agree Agree Exactly
b. Hiring college graduates improves the company's public image
and prestige in the community.
Completely S1i-aht1 v Somewhat Stron,aly My Idea
Disagree Agree Agree Agree Exactly
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Dependent Variables
Definition of job satisfaction. There are seven variables in
this area including likeness to have the present job, liking the kind
of work, feeling of the progress, having the chance to do things one
is best at, liking to work for the company, advising a friend to come
to work for the company, preference for staying in the company. They
are indicated by questionnaire as follows:-1
1. Is there some other work, either here or outside your
company, which you would like better than what you are
now doing?
I would rather have some other job.
I would rather have my present job.
2. Not counting the other things that make your particular
job good or bad, how you like the kind of your work that
you do?
I dislike it very much would prefer
almost any other kind of work.
I don't like it very much would much
prefer some other kind of work.
It's all right, but there are other kinds
of work I like better.
I like it very much, but there are other
kinds of work I like just as much.
It's exactly the kind of work I like best.
'These questionnaires are borrowed from Kahn's job satisfaction
index, and answered by MBA respondents.
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3. How do you feel about the progress you have made in this
company?
I have made little or no progress.
I have made some progress, but it should
have been much better.
I have made quite a lot of progress,
but it should have been better.
I have made a great deal of progress.
How much does your job give you a chance to do the things you
are best at?





5. How do you like working for this company?
It's not a very good place to work.
It's all right, but there are many things
that should be changed.
It's a fairly good place, but quite a.
few things should be changed.
It's a good place, but there are a few
things that should be changed.
It's a very good place- wouldn't
change anything.
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6. Would you advise a friend to come and work for this company?
I would not advise a friend to come
and work for this company.
I would advise a friend to come and
work for this company.
7. If you had a chance to do the same kind of work for the same
pay, but in another company, would you stay here?
I would prefer to go to the other
company.
I would stay in this company.
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Type of Study
This is a field study aimed at discovering the conflict
among MBAs and companies in terms of job satisfaction and difference
in expectations and attitudes. Field study is chosen because it has
the following advantages:
1. Field study is strong in realism. It is close to real
life, and has no artificiality.
2. Field study has social significance. It is designed
for the ultimate solution of practical problem. This
is what the author needs.
3. The sample of subjects to be studied is small. Therefore
noise in the communication channel is minimized. Money
and time spent in the study are within the limit that
the author can stand.
i. The subjects will be willing to co-operate, because
their benefits are closely related to the study.
The Respondents
Since the study focuses on the conflict of business graduates
and the company, both types of respondents were included in the sample.
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Business Graduates
Business graduates' respondents refer to 1971- 1973 MBA
graduate from Lingnan Institute of Business Administration (LIBA),
who are working in profit making business organizations. The com-
position of these subjects is indicated in Exhibit 2-2 of 38 subjects
in the population, 28 subjects were interviewed (see Exhibit 2-3).
Exhibit 2-2
Number of Business Graduates Subjects Planned to be Studied
Number of 1971 MBA graduates from LIRA 8 persons
Number of 1972 MBA graduates from LIRA 16 persons
Less: 2 of them not working for
business organization 2 14
Number of 1973 MBA graduates from LIRA 19 persons
Less: 3 of them not suitable for
the criteria 163
Total Number of Business Graduates Subjects 38 persons
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Exhibit 2-3
6ample of Business Graduates
Number
Number of questionnaires sent out: 38 sets 100%
Number of questionnaires received:
1971 class 3 sets
1972 class 12
1973 class 16 31 sets
Less 3 sets useless 3
Number of questionnaires studied 28 sets 75.70
Companies
The MBA's immediate supervisor was asked to provide information
on the company's expectations. He was selected because he works closely
with MBA. Although 33 sets of questionnaires were received only 28 of
them were properly completed (see Exhibit 2-4). The kind of companies
included in the analysis are shown in Exhibit 2-5.
Exhibit 2-4
The Studied Company Subject
Number
Number of questionnaires sent out 38 sets 100%
Number of questionnaires received: 33 sets
5Less 5 of them are not useful






















FACTORS AND JOB SATISFACTION
Introduction
The purpose of this chapter is to analyse how demographic
factors (kinds of organization, kind of business kind of department,
position with the company, and company size) differentiate job
satisfaction variables (preference of the present job, liking the
kind of work, feeling of making progress, having the chance to do
things one is best at, liking to work for the company, advising a
friend to come to work for the company or staying in the company)
Analysis is done by matching each of the demographic factors to each
of the job satisfaction variables.
The Analysis
Kind of Business and Preference for Present Job
From Table 3-1, we learn that 60-71% of the respondents
would prefer some other job, and 39.39% prefer their present jobs.
Among those unsatisfied respondents, 25% were working in service
business (e.g. photostat service, film service). Among those satisfied
respondents, 14.29% were working in other business (e. g. retailing, cold
storage, heavy engineering and stock exchange).
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Table 3-1
Kind of Business and
Preference for Present Job
Prefer some other job Prefer present jobKind of Business
Frequency Frequency
Trading 14.29 10.713
Banking 10.71 13 3.57
Manufacturing 2 17.14 3.57
Public Utility
Professional Consulting
Service 25.007 1 3.57
Investment 1 3.57
Insurance
Others (e. g. retailing,
cold storage, heavy 1 14.293.57
engineering, stock exchange)
Total 17 60.52 11 39.29
Kind of Business and Liking the Kind of Work
Table 3-2 indicated that 32.15% of the respondents do not
like the kind of work, 32.13% said it is all right, and 35.7%
satisfied with their work. Among the unsatisfied respondents, 14.29%
were in service business and 14.29% were in trading. Among those







Kind of Business and
Liking the Kind of Work
Dislike Don't like It's Like it Exactly the kind
Kind of Business very much very much all right very much of work I like
f f f f f
Trading l4.29 1 23.57 7.1
Banking 1 23.57 17.14 3.57
Manufacturing 1 13.57 13.57 3.57
Public Utility
Professional Consulting
Service 4 14.29 10.71 13 3.57
Investment 1 3.57
Insurance
Others 2 10.717.14 3
Total 0 0 9 32.15 9 32.13 19 32.13 3.57
% % % % %
4
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Kind of Business and Feeling of Making Progress
Table 3-3
Kind of Business and
Feeling of Making Progress
Made no Made some Made a lot Made a great
Kind of Business progress deal ofrogressprogress of progress
ff f f
Trading 4 14.29 2 I7.14 3.57
Banking 1 1 23.57 3.57 7.14




Service 1 6 21.43 13.57 3.57
Investment
Insurance
Others 10.71 23 7.14
Total 2 57.14167.14 19 32.13 3.57
Table 3-3 indicated that 64.280 of the respondents feel having made no
progress or only made some progress, and 35.7% feel having made good
progress. Among the unsatisfied respondents, 25% were in service
business. Among those satisfied respondents, 10-71% were in trading
business.
% % % %
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Kind of Business and Having the Chance to Do Things
Table 3-4
Kind of Business and
Having the Chance to Do Things
fairly good very goodKind of Business no chance little chance some chance chance chancef f f f f
Trading 2 7.14 14.29 1 3.57
Banking 2 7.14 1 13.57 3.57








1 3.57 10.713 1 3.57
Total 1 3.57 2.997 12 42.86 6 21.42 2 7.14
4
% % % % %
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Table 3-4 indicated that 28.56% of the respondents feel that the
company provides little or no chance to do the things they are best
at, 28.56% satisfied with their jobs with regard to having the chance,
and 42.86% feel it is all right. Among those unsatisfied respondents
10.71% were in service business, 3.57% were in manufacturing business.
Among those satisfied respondents 14.28% were in "other" business.
Kind of Business and Liking to Work for the Company
Table 3-5
Kind of Business and
Liking to Work for the Company
It'snot a very a fairly a good a very
Kind of Business good place all right good place place good place
f f f f f
Trading 1 3.57 2 7.14 2 7.14 2 7.14
Banking 10.71 13 3.57




Service 10.713 14.29 1 3.57
Investment 1 3.57
Insurance
Others 1 3.57 2 7.14 1 3.57 1 3.57
Total 21.42 75 424.99 10 14.28 135.71 3.57
4
% % % % %
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Table 3-5 indicated that 64.41% of the respondents unsatisfied with
their jobs in terms of good place to work for, 53.56% satisfied with
their jobs. Among those 21.42% unsatisfied respondents 10.71% and 7.14%
were in service and manufacturing business respectively. Among the
78.58% satisfied respondents 14.29% were in "other" business.
Kind of Business and Advising a Friend to Come
Table 3-6 indicated that 60.71% of the respondents would
not advise a friend to come to work for the company and 39.28% would
act in opposite direction. Among those satisfied respondents
21.43% and 17.86% were in service and trading business respectively.
Among those satisfied respondents 14-29% were in "other" business.
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Table 3 -6
Kind of Business and
Advising a Friend to Come
would not advise would advise
Kind of Business a friend to come a friend to come
f f
Trading 17.86 25 7.1
Banking 2 27.14+ 7.14
Manufacturing 2 7.14 1 3.57
Public Utility
Professional Consulting




Total 17 6o.71 11 39.28
4
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Kind of Business and Preference to Stay in the Company
Table 3-7
Kind of Business and
Preference to Stay in the ComDanv




Manufacturing 2 17.14 3.57
Public Utility
Professional Consulting






Table 3-7 indicated that 53.57% of the respondents prefer to go to
another company, 46.43% prefer to stay. Among those unsatisfied
respondents 21.43% and 14.29% were in service and banking business








Department Work in and Preference of the Present Job
Table 3-8
Department Work in and
Preference of the Present Job
Departments Prefer some other job Prefer present job
f f
Accounting 2 7.14
Finance 2 17.14 3.57
Marketing 1 23.57 7.14
Personnel 2 7.14
Production 1 3.57
Research Development 17.86 25 7.14
Other (General Management) 14.29 6 21.43
Total 17 60.75 11 39.28
Table 3-8 indicated that 60.71% of the respondents prefer some other
job and 39.28% prefer their present jobs. Among those unsatisfied
respondents, 17.86% were working in a research and development department,
7.14% were working at personnel department. Among those satisfied





Department Work in and Liking the Kind of Wnrk
Table 3-9
Department Work in and
Liking the Kind of Work
Exactly the
dislike don't like It's like it kind of work
Departments very much very much all right very much I like best
f f f f f
Accounting 1 13.57 3.57
Finance 2 17.14 3.57
Marketing 1 1 13.57 3.57 3.57
Personnel 1 13.57 3.57
Production 1 3.57
R & D 2 27.14 3 10.71 7.14
Others
6(general mgt) 1 2 21.43 13.57 7.14 3.57
Total 0 0 19 32.13 9 32.13 9 32.14 3.57
Table 3-9 indicated that 32.13% of the respondents do not like their jobs,
32-13% said they are all right, and 35.71% satisfied with their work.
Among those unsatisfied respondents 3.57% were working in production
department. Among those satisfied respondents 25% were working in
general management department.
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Department Work in and Feelingf Making Prnaress
Table 3-l0
Department Work in and
Feeling of Making Progress
made no made some made a lot made a great
Departments Dr ress progress of progress deal of progress
f ff f
Accounting 2 7.14
Finance 1 2 13.57 7.114.
Marketing 2 17.14 3.57
Personnel 1 13.57 3.57
Production 1 3.57
FR D 1 14-29 23.57 7.14
Others
4(general mgt) 1 17.86 1+.293.57 5
Total 2 167.14 57-14 9 132.14 3.57
Table 3-10 indicated that 64.28% of the respondents feel they are making
no or little progress, 35.71% feel they are making good progress. Among
those unsatisfied respondents 17.86% and 7.14% were working in research
and development department and accounting department. Those satisfied
respondents not particularly like working at specific department.
56
Department Work in and Having the Chance to Do Things
Table 3-11
Department Work in and
Having the Chance to Do Things
fairly very good
Departments no chance little chance some chance good chance chance
f ff f f
Accounting 2 7.14
Finance 1 1 13.57 3.57 3.57
Marketing 1 13.57 13.57 3.57
Personnel 1 13.57 3.57
Production 1 3.57
R D 1 15 17.863.57 3.57
Others
(general mgt) 2 7.14 14-29 13 10.71 3.57
Total 1 24.99 12 42.853.57 7 6 21.43 2 7.14
Table 3-11 indicated that 28.56% of the respondents were not satisfied
with their jobs in terms of having a chance to do things they are best
at, 42.85% said there is some chance, and 28.57% satisfied with their
jobs. Among those unsatisfied respondents 7.141-% and 3.57% were working
in personnel and production department respectively. Among those
satisfied respondents 17.86% and 3.57% were working in general management
department and marketing department respectively.
4
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Department Work in and Liking to Work for the Comianv
Table 3-l2
Department Work in and
Liking to Work for the Company
not a very It' s a fairly a verya good
Departments goodiace all right placegood. place good place
ff f f f
Accounting 1 13.57 3.57
Finance 1 23.57 7.14
Marketing 1 1 13.57 3.57 3.57
Personnel 1 13.57 3.57
Production 1 13.57 3.57
4D 1 3 .57R 14.29 3.57
Other
4(general mgt) 10.71 14.29 2 13 7.14 3.57
4Total 17.85 28.565 10 14.28 17 35.72 3.57
Table 3-12 indicated that 46.41% of the respondents were not satisfied
with their jobs in terms of considering the company is a good place to
work for 53.57% are satisfied. Among those unsatisfied respondents
10.7% were working in finance department 7.14% were in personnel and
production department.
% % % % %
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Department Work in and Advising a Friend to Cnme
Table 3 -13
Department Work in and
Advising a Friend to Come
would not advise would advise




Marketing 2 17.14 . 57
Personnel 2 7.14
Production 1 3.57
R D 1+.29 10.713
Other (general mgt) 10.71j 25.007
Total 17 6o.71 11 39.28
Table 3-13 indicated that 60.710 of the respondents would not advise
a friend to come and work for the company 39.28% would advise a
friend to come. Among those unsatisfied respondents, 10.71% were
working in finance department, 7.11-% were working in personnel




Department Work in and Preference to Stav in the ComDanv
Table -l4
Department Work in and
Preference to Stav in the ComDanv
Departments refer to ao to stay
f f
Accounting 2 7.14
Finance 1 23.57 7.14
Marketing 1 2 7.143.57
Personnel 2 7.14
Production 1 3.57
DR 17.86 25 7.14
Other (gneral mgt) 14.29 6 21. 43
Total 15 13 46.4253.57
Table 3-14 indicated that 53.570 of the respondents prefer to go to
work for other company 46.42% prefer to stay. Among those unsatisfied
respondents 17.86% and 7.14+% were working in research and development
department and accounting department respectively. Among those




Position and Preference of the Present Job
Table 3-15
Position and Preference of the Present Job
Positions Prefer some other job Prefer present job
f f
Upper level 1 1+.293.57
Middle level 15 l4.2953.37
Lower level 1 3 .57 10.713
Total 17 60.71 11 39.29
Table 3-15 indicated that 60.71% of the respondents prefer some other
job 39.29% prefer the present job. Among the unsatisfied respondents,
53.57% were working at middle level positions. Among those satisfied




Position and Liking the Kindf Work
Table 3 -16
Position and Liking the Kind of Work
Exactly the
dislike don't like It's like it kind of work
Positions very much very much all right very much I like best
f f f f f
Upper level 3 10.71 2 7.14
FMiddle level 28.578 6 21.13 1-.29 1 3.57
Lower level I 10.713.57
Total 0 0 19 32.14 9 32.14 9 32.14 3.57
Table 3-16 indicated that 32.14% of the respondents unsatisfied with
their job with regard to whether like the kind of work, 32.1+% said
that it is all right and 35.71% satisfied with the job. Among those
unsatisfied respondents, 28.57% were working at middle level positions
7.14% were working at upper level positions.
Position and Feeling of Making Progress
Table 3-17 indicated that 64.280 of the respondents unsatisfied with
his job in terms of feeling to have made progress, 35.71% satisfied
with their jobs. Among those unsatisfied respondents, 46.3% were
working at middle level position. Among those satisfied respondents




Position and Feeling of Making Progress
made no made some made a lot made a great
Positions progress progress ofrogress deal of progress
ff f f
Upper level 10.71 1 13 3.57 3.57
Middle level 2 7.1) 11 6 21.4339.29
Lower level 2 27.14 7.14
Total 2 7.- 16 57.14 19 32.14 3.57
Position and Having the Chance to Do Things
Table -18
Position and Having the Chance to Do Things
fairly very good
Positions no chance little chance some chance good chance chance
f f f f f
Upper level 1 2 23.57 7.14 7.14
Middle level 1 6 21.43 103.57 235.71 7.14
Lower level 1 1 23.57 3.57 7.14
Total 1 25.00 123.57 67 42.8 5 21.42 2 7.14
Table 3-18 indicated that 28.57% of the respondents feel there is no or
little chance to do things they are best at 42.85% feel having some chance
28.56% feel having good chance. Among those unsatisfied respondents
63
25% were at middle level positions. Among those satisfied respondents
14-28% were at upper level positions.
Position and Liking to Wnrk the rnm-na.nir
Table 3 -19
Position and Liking to Work for the Company
not a very It's a fairly a verya good
Positions all rightgood place good place place good place
ff f ff
Upper level 1 1 23.57 13.57 7.14 3.57
Middle level 14+.29 6 21.4 6 21.43 3 10.71
Lower level 1 2 7. JA3.57 1 3.57
Total 17.86 28.57 1085 414.28 135.71 3.57
Table 3-19 indicated that 4+6.43% of the respondents unsatisfied with
their jobs with regard to whether the company is a good place to work
at 53.56% satisfied with their job. Among those unsatisfied respondents,
35.72% were working at middle level positions. Among those satisfied




Position and Advising a Friend to Come
Table '1-20
Position and Advising a Friend to Come
would not advise would advise
Positions a friend to come a friend to come
ff
10.71Upper level 2 7.143
13Middle level 46.4 21.43
Lower level 1 10.713.57 3
17 60.71Total 11 39.28
Table 3-20 indicated that 60.71fo of the respondents would not advise
a friend to come to work for the company 39.28% would act at the
opposite direction. Among those unsatisfied respondents 46.43% were
in middle level position.
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Position and Preference to Stay in the Company
Table -21
Position and Preference to Stay in the Company
Positions Prefer to go Prefer to stay
f f
FUpper level 1 14.293.57
Middle level 12 42.86 25-007
Lower level 2 27.14 7.14
Total 15 13 46.4353.57
Table 3-12 indicated that 53-57% of the respondents prefer to go to
work for other company 4+6.43%o prefer to stay. Among those unsatisfied
respondents 4+2.86% were at middle level position. Among those
satisfied respondents, 25% and 14.29% were working at middle and upper
level positions respectively.
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Company Size and Preference of the Present Job
Table 3-22
Company Size and Preference of the Present Job
Company Size Prefer some Prefer present
(No. of white collar employee) jobother job
f f
Under 20 2 7.1
21- 50 1 2 7. 143.57
2.51- 100 14.29 1 3.57
101- 200 2 17.14 3.57
Over 200 10 17.8635.17 5
Total 17 60.71 11 39.28
Table 3-22 indicated that 60.71% of the respondents prefer some other
job; 39.28% prefer their present job. Among those unsatisfied
respondents 35.1% and l4.29% were working for larger companies and
smaller companies respectively. Among those satisfied respondents,
17.86% were working at larger companies.
% %
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Company Size and Liking the Kind of Work
Table 3-23
Company Size and Liking the Kind of Work
Company Size Exactly the
(No. of white dislike don't like It's like it kind of work
collar employee) very much very much all right very much I like best
f f f f f
Under 20 1 3.57 1 3.57
21 - 50 1 3.57 1 3.57 1 3.57
151 - 100 14.29 1 3 57
101- 200 2 7.14 1 3.57
5
4Over 200 14,29 17.86 17.86 15 3.57
Total 0 0 9 32.15 9 32.14 9 32.14 1 3.57
Table 3-23 indicated that 32-15% of the respondents do not like their
own kind of work 32.141-% said it is all right and 35.71% like their
work. The percentages of like working at larger companies and at
smaller companies are not much different. Therefore not counting all
the other things good or bad, company size cannot be considered as a
factor that affects job satisfaction.
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Comanv Size and Feeling of Making Progress
Table 3 -24
Company Size and Feeling of Making Progress
ComDanv Size
made no(No. of white made some made a lot made a grest
collar employee) progress of progressprogress deal of progress
f f f f
Under 20 2 7.14
2 121- 50 7.14 3.57
51- 100 10.71 23 7.14
101- 200 1 1 13.57 3.57 3.57
Over 200 2 28.578 17.867.14 5
2Total 17.14 16 57.13 9 32.14 3.57
Table 3-24 indicated that 64.27% of the respondents were not satisfied
with their jobs with regard to the progress they have made 35.71%
satisfied with their job. Among those unsatisfied respondents, 28.570
were working in large company having 200 white collar employees.
Among those satisfied respondents 17.86% were working at large companies
too. Again, the result does not show that company size is a strong
factor affecting job satisfaction.
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Company Size and Having the Chance to Do Things
Table 3-25 indicated that 28.560 of the respondents were not satisfied
with their jobs in terms of having chance to do things they are best
at 42.85% feel having some chance and 28.56% satisfied with their
jobs. Among those satisfied respondents 10.71% were working at large
companies too. Therefore company size is not significantly affecting
job satisfaction.
Table 3-25
Company Size and Having the Chance to Do Things
Company Size
(No. of white little some fairly very good
collar employees) no chance chance chance good chance cnance
f f f f f
Under 20 1 1 3 .573.57
21- 50 2 7.14 1 3.57
51- 100 1 3.57 2 7.14 1 3.57 1 3.57
101- 200 2 7.14 1 3.57
Over 200 10.71 10.713 9 32 .l4 3
Total 1 3.57 7 24 9912 42.8 5 6 21.42 1 3.57
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Table 3-26 indicated that 46.42% of the respondents were not
satisfied with their jobs with regard to whether the company is a
good place to work at 53.56% were satisfied with their jobs. Among
those satisfied respondents 28.57% were working at large company over
200 white collar employees. Among those unsatisfied respondents 25%
were working in large companies. Still company size has no much
influence here.
ComDanv Size and Liking to Work for the Comna.nv
Table -26
Company Size and Liking to Work for the ComDanv
Company Size
(No. of white Not a. It's a. srnnr9a fairly a very
collar employee) all rightgood place good place place good place
f f f ff
Under 20 2 7.14
I 121- 50 13.57 3.57 3.57
51- 100 1 23.57 1 13.57 7.14 3.57
101- 200 2 1 3.577.14
Over 200 10.71 17.86 17.863 25 5 7.14
Total 17.85 8 28.57 105 14.28 135.71 3.574
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Company Size and Advising a Friend to Come
Table -27
Company Size and Advising a Friend to Come
Com anv Size would not advise would advise
(No. of white collar em lovee) a friend to come a friend to come
f f
Under 20 1 13.57 3.57
221- 50 17.14 3.57
51- 100 1.29 1 3.57
101- 200 2 17.14 3.57
Over 200 8 28.57 25.007
Total 17 60.71 11 39.28
Table 3-27 indicated that 60.71% of the respondents would not advise a
friend to come to work for the company 39.28% would act at opposite
direction. Among those unsatisfied respondents, 28.57% were working
in large company over 200 white collar employees. Among those satisfied
respondents, 25% were working at large companies.
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Companv Size and Preference to Stav in the ComDanv
Table 3-28
Company Size and Preference to Stav in the ComDanv
ComDanv Size
(No. of white collar employee) prefer too to stay
f f
Under 20 2 7.14
21- 50 1 23.57 7.14
51- 100 10.71 23 7.14
101- 200 2 17.14 3.57
Over 200 32. 14 21.439
Total 15 13 46.4253.56
Table 3-28 indicated that 53.560 of the respondents prefer to go to
work for another company 46.42% prefer to stay. Among those unsatisfied
respondents, 32.14% were working at large company over 200 white collar




Conclusion of the Fininos of
Demographic Factors and Job Satisfaction
Kind of Business and Job Satisfaction
MBA's job satisfaction is higher in retailing, cold storage,
heavy engineering, stock exchange and trading business while job
satisfaction will be lower in service business (e.g. film, photostat,
etc.) and manufacturing business (e.g. textile, garment, etc.).
Department Work in and Job Satisfaction
MBA's job satisfaction is higher in general management
department and marketing department. They are not satisfied in accounting
department and personnel department. Even somewhat strange to the author
that MBA does not like research and development department very much.
Position and Job Satisfaction
MBA. are more satisfied at higher level positions than at middle
or lower level positions for they would be considered worthwhile and more
opportunity to test oneself.
Company Size and Job Satisfaction
Company Size does not significantly affect MBA's job satisfaction
though fresh graduates would slightly tend to work in large organizations.
They think large companies can offer more attractive starting salary than
small companies and working in-large companies seem to have more security
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than in small ones. But some MBA graduates think middle size companies




ANALYSIS OF EXPECTATIONS AND JOB SATISFACTION
Introduction
The purpose of this chapter is to analyse how MBA's expectation,
company expectations, and different between MBA's and company's
expectation related to job satisfaction. Expectations (MBA's expectations:
opportunity of self-test, considered to be worthwhile, maintenance of
integrity and individuality, chance to learn and grow and rationale of
the business organization. Company's Expectations and Attitudes toward
MBA: over ambitions and unrealistic, theoretical, idealistic and naive,
immature and inexperienced, security conscious, unwilling to sell good
ideas, high work potential.) are considered as independent variables
while job satisfaction factors (liking the kind of work, feeling of
having made progress, feeling of having chance to do things one is best
at, liking to work for the company) are considered as dependent variables.
Multiple regression analysis is used to analyse the relationship among
these independent variables and dependent variables.
The Analysis
Technique Used to Analyse the Research Data
Multiple regression analysis is used to analyse the research
result. It is a statistical technique used for finding out the relation-
ship between several independent variables and one dependent variable.
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Its advantages can be summarized as follows:
1. The regression equation can describe the functional
relationship between one dependent variable and different
independent variables. Since my study emphasizes how
various attitudes and expectations influence job
satisfaction, let Gl, G2, G3, G4 and G5 represent the
five categories of MBA's expectations, Cl, C2, C3, C4, C5,
C6, represent the six categories of company's expectations
and attitudes, and Yc represent job satisfaction, then
multiple regression relationship can be formulated as
follows:
Yc = a + blGl + b2G2 + b3G3 + b4G4 + b5G5
Yc = a + b1C1 + b2C2 + b3C3 + b4C4 + b5C5 + b6C6
Yc = a + blGl'+ b2G2'+ ............ + b5G5
+ b6Cl'+ . ..............+ bllC6
2. Multiple regression analysis measures the divergence of
the actual values of the dependent variable from their
estimated or computed values. The measure is analogous
to a standard deviation and gives an idea, in absolute
terms, of the dependability of estimates.
3. Multiple regression analysis can measure the degree of
relationship or correlation (r) between the variables,
independent of the units or terms in which they were
originally expressed. The square of r (r2) enables us
to state the relative amount of variation in the dependent
variable which has been explained by variation in the
independent variables.
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Of course, multiple regression analysis is not perfect.
It has the following pitfalls:
1. The coefficient of correlation does not indicate whether
X causes Y, or Y causes X. That is, by using multiple
regression analysis the author cannot say MBA's
expectations or company's expectations causes job
satisfaction or dissatisfaction. He only can say to
certain extent they are related.
2. Co-variation of the two variables may be due to a common
cause or causes affecting each variable in the same way
or opposite way.
3. Correlation may be due to change.
4.The causal relationship between the two variables may
be a result of interdependent relationships.
The author is anxious to find out the relationship or
correlation of expectations and job satisfaction. Therefore multiple
regression analysis is a very useful tool, though it has the above
mentioned pitfalls.
Analysis of MBA's Expectations and Job Satisfaction
The analysis of the research result indicated that MBA's
job satisfaction is positively related to his expectations toward his
job and company's management. Table 4-1 indicates the following
relations are significantly different from zero at the 0.05 level
or above:
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1. Relationship between MBA's expectations of "considered to
be worthwhile" and "feel having chance to do things he is
best at."
It is a positive relationship, for if MBA is considered
to be worthwhile, he will be delegated responsibilities to
carry his duty. He is free to make decision within a certain
limit. Therefore he would feel having good chance to do
things he is best at. A MBA is considered worthwhile ±f:
a. MBA is permitted to participate in the planning of
activities which would be carried out by the depart-
ment he is working at.
b. MBA's supervisor trusts his subordinate's work.
Periodic process reports are not required. Once an
assignment is given to MBA, his supervisor would wait
until the whole job is done before interferring with
the work.
c. MBA's supervisor does not consider experience is upmost
important to get a job done. The supervisor sometime
assigns difficult job to inexperience MBA too.
d. MBA's supervisor does not watch MBA's work closely
and criticize him whenever necessary. The super-
visor gives MBA the responsibilities and enought
authority to do his own job.
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1Table 4-1
Partial Correlation of Job
Satisfaction and MBA's Expectations
Partial Correlations
Like the Feel hay- Feel Like work-
MBA's Expectations kind of ing made having ing for
work chance the companyprogress
Opportunity to













Indicates that a T test showed the partial correlation to be
significantly different from zero at 0.05 level.
Indicates that a T test showed the partical correlation to be
significantly different from zero at 0.1 level of significance.
1Data are abstracted from multiple regression analysis done
by computer (ICL 1900 Statistical Analysis DXS 3/16 Program)
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2. Relationship between MBA's expectation of chance to
learn and grow and feel having a chance to do things he
is best at.
It is positively related, for when MBA has the
chance to learn and grow, he feel the company offer him
chances to things he is best at. There is chance to
learn and grow if:
a. The company which the MBA working at provides
choices of a job within the company. That is,
MBA has job rotation within the company, and he
can choose the job according to his interest.
b. The company is large enough to provide opportunity
to learn.
3. MBA perceive that a rational business organization will
create his liking for his work, feeling has made progress,
and feeling has chance to do things he is best at. A
company can be viewed as a rational organization if:
a. The company has a management development program.
It up-grades the skills, abilities, and capacities
of MBA to handle broader assignments. The organi-
zation can be able to move toward realizing the
organization's needs for succession, promotion,
and so forth. Thus, functions includes career
planning, job rotation, management education in
and out of the organization, appraisal and review
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are carried out to improve, develop, or assess of
individual manager.
b. The organization climate of the company allow
MBA discusses suggestions and changes with his
supervisor, when he disagrees with the company's
policies and rules.
c. The company does not consider seniority is very
important when promoting employees. Promotions are
base on ability, personality, initiative, leadership.
Analysis of Company's Expectations and Job Satisfaction
The analysis of the research result indicated that MBA's
job satisfaction is negatively related to the company's expectations of
an MBA. Table 4-2 indicates the following relations are significantly
different from zero at the 0.05 level (-)r gYhnvP
1. If the company holds the view that MBA is too theoretical,
idealistic and naive, MBA will not like the kind of work
and not like working fot the company. Because when a
company has such attitude towards MBA, it will not be
willing to give MBA partial work to do, but will watch
his work closely. These will stimulate MBA's dissat-
isfaction. MBA is considered to be theoretical, ideal-
istic and naive, if:
a. He considers that self-confidence is essential
for doing an excellent job.
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b. He believes that MBA who start working for the
company should not learn the business from the
bottom up. Thus MBA should begin as clerk, or
similar lower level job and work their way to the
top.
2. If the company holds the view that MBA is not willing to
sell his good idea MBA will dislike working for the
company. Because if the company has such attitudes
towards MBA, it will think that MBA lacks initiative
and is not loyal to the Company. Thus he will dislike
working for the company. MBA is considered to be un-
willing to sell his good idea, if:
a. He thinks that conflict is resolved by a compromise.
Both parties receive something. Neither party is a
winner nor a loser.
b. MBA thinks that time is the best way to prove
whether a decision is right. He does not strengthen
his argument by facts to prove that his idea is correct.
3. Relationship between company's expectation that MBA has
a high useful potential is positively related to MBA's
liking to work for the company.
If MBA is expected to have high working potential,
he will like working for the company. When the company
has such favorable attitude towards MBA, it will trust
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2Table 4
Partial Correlations of Job
Satisfaction and Company's Expectations
Partial Correlations
Like the Feel hav Feel Like work
kind of havinging made in forComDanv's Expecta
worktions in MBA chance the companyprogress
verambitiouE
0.07 0.05 0.18unrealistics o. o4
Theoretical, ideal
-0.01istic 0.37naive 0.15 0.33
inexImmature
erienced 0.17 0.00 0.27 0.02
,0.12Security conscious o. o8 0.24 0.24
Unwilling to sell
-0-05 .0-17good ideas o.18 o-41
High working
-0.06 -0.26 0.)+7 0.50potential
Indicates that a T test showed the partial correlation to be
significantly different from zero at 0.05 level.
Indicates that a T test showed the partial correlation to be
significantly different from zero at 0.1 level.
2Data are abstracted from multiple regression analysis done
by computer (ICL 1900 Statistical Analysis XDS 3 16 Program)
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MBA's ability, provide chance for MBA to learn and
grow, and train him to be a good executive for the
company. MBA in such case will feel that he is important
in the company, then he would like working for the
company. MBA is viewed has the high potential if the
company thinks:
a. 11 has the potential to increase the company's growth.
b. Hiring MBA improves the company's public image and
prestige in the community.
Analysis of Difference between MBA's and Comnany's Expectation
Influencing Job Satisfaction
The analysis of the research result indicated that MBA's job
satisfaction is positively related to the difference between MBA's and
company's expectations. Table 4-3 indicates the following relations
are significantly different from zero at 0.05 level or above:
1. Relationship between difference in expectations of chance
to learn and grow, and MBA's liking to work for the
company.
When company's expectations coincide with MBA's
expectation in chance to learn and grow, the MBA would be
allowed to choose. the job he is interested in. Thus, he
will feel having the chance to do things he is best at
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and like working for the company, and vice versa.
MBA's expectations are said to be consistent with
company's expectations in chance to learn and grow,
if:
a. MBA expects the company to provide him with a choice
of a job within the company. The company does what
the MBA expects. There is job rotation within the
company, then the MBA can try various job within
the company and choose an interesting one.
b. The company is as large as MBA expected. It provided
greater chance to learn and grow.
2. Relationship between difference in expectation of rationale
of business organization and MBA's feeling of having
made progress.
When company's expectation coincide with MBA's
expectations in rationale of business, the company will
appeal to MBA as what he has learnt from text book. The
work assignment will also similar to those in college.
Thus MBA. will feel having made progress in his work.
MBA's expectations are said to coincide with company's
expectations in rationale of business organization, if:
a. The company has management development program as
MBA expected. The skills, abilities, and capacities
of MBA are up-graded to handle broader assignments.
Table 4-3 3
Partial Correlations of Job
Satisfaction and Difference in Expectations
Partial Correlations
Like the Feel hav Feel Like work
kind ofDifference in ing made having in for
Expectations work chanceprogress the company
Opportunity to
test one-self 0.07 0.07 0.23 o.48
Considered to













unrealistic 0.0 0.33** 0.21 o.16
Theoretical
idealistic and




Security conscious -0.02 0.43 0.35 0.31
Unwilling to sell





Indicates that a T test showed the partial correlation to be
significantly different from zero at 0.05 level.
Indicates that a T test showed the partial correlation to be
significantly different from zero at 0.1 level.
3 Data are abstracted from multiple regression analysis done by
computer (ICL 1900 Statistical Analysis XDS 3716 Program)
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MBA would feel having made progress in the company.
b. When MBA disagrees with the company's policies and
rules, his supervisor will welcome discussion of
suggestions and changes as MBA expected.
c. The company agrees with MBA that seniority is not
important in considering employee's promotion.
3. Relationship between different expectations in MBA's
overambition and unrealism, and his feeling of having
made progress.
When company's expectation in MBA is not much different
from MBA's viewing of himself in the characteristics of
overambition and unrealism, they can co-operate well.
The company knows that MBA cannot avoid making mistakes.
Let them learn from their mistakes. Thus, MBA would
feel having made progress in his work. There is not much
difference in expectations between the two parties, if:
a. The company realizes that the ambition of MBA is to
become the owner of a successful business, and considers
economic success is the most important in one's life.
The company provides MBA a chance to share the profit
of the company, and may invite him to own a considerable
portion of the company.
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b. When MBA fails or makes mistake in his assignment, his
supervisor does not take away his responsibilities
at once, but instead let him finish the job, give him
help if he needed it.
Relationship between difference in expectation of MBA as
being too theoretical, idealistic, naive and MBA's liking
to work for the company.
When company's expectation in MBA is not much different
with MBA's viewing of himself in the characteristics of
theoretical, idealistic and naive. The company provides
short training period and give him great authority and
faster promotion. MBA would like to work for the company.
There is not much difference in expectations between both
parties, if:
a. MBA's supervisor agrees with MBA that self-confidence
is essential for doing an excellent job. He then
reinforces MBA's confidence and give him responsibilities.
b. The company agrees that MBA should not start learning
the business from bottom up. They should be assigned
to management level which he can develop his talent
and potential.
5. Relation between.difference in expectation of MBA's
immaturity and inexperienced, and MBA's liking to work
for the company.
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When company's expectation of MBA's immaturity and
inexperience is not at great variance with MBA's own view,
the company can give MBA concise training which is liked by
MBA who can learn business realities from and both parties
will be in harmony. Thus MBA would like to work for the
company. There is not much difference in expectations
between company and MBA, if:
a. The company agrees with MBA that he should give the
impression that they know many things about the
business.
b. The company agrees that MBA's schooling will provide
him with a basis for making business practical
decision.
6. Relationship between difference in expectation of MBA's
high potential, and his liking the kind of work and working
for the company.
In most cases, both company and MBA agree with each
other in this respect. MBA would feel important when the
company values him as useful potential and delegates
authority to him. There is not much difference in
expectations between MBA and company, if the company
realizes that MBA have the potential to increase company's
growth, and hires MBA to improve the company's public
image and prestige.
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The Effect of the Combination of Expectations on MBA's Job Satisfaction
After analysing how individual expectation related to MBA's
job satisfaction, the focus is now on how the combination of MBA's
expectations, company's expectations and their difference related to
MBA's job satisfaction. Table 4-4 indicates that the following
relations are significantly different from zero at 0.05 and/or 0.1
level:
1. The combination of MBA's expectation is positively related
to MBA's feeling of having the chance to do things he is
best at.
2. The combination of company's expectations is negatively
related to MBA's liking the kind of work, feel having the
chance to do the things he is best at and liking to work
for the company.
3. Difference in combination of MBA's and company's expectations
is positively related to like working for the company.
That is, the greater the difference the greater the




Multiple Correlation of Combination
of Expectations and Job Satisfaction
Like the Feel hav- Feel Like work-
kind ofCombination of in made having in for
Expectations work chanceprogress the company
MBA's expectations 0.392 0.488 0.581* 0.287
Company's




0.688 0.584pectations 0.729 0.846*
Indicates significant at 0.05 level
Indicates significant at 0.1 level
4Data are abstracted from multiple regression analysis done





Comparison of the Findings and Literature Survey
The Relationship of Demographic Factors, Turnover and Job Satisfaction
Although both author's study and the De Pasquale study indicate
that demographic factors are related to job satisfaction, the differences
in the study occurred with respect to the description of these relation-
ships. Briefly the similarities and dissimilarities of the studies
are as follows:-
1. Similarities
a. MBA's working in service business have higher
dissatisfaction and turnover than other industries.
b. MBA is like general management and marketing work,
but dislike accounting work.
c. MBA is working in upper level management position
have higher satisfaction and lower turnover than
middle level management position.
2. Dissimilarities
a. The study found that company size does not significantly
affect MBA's job satisfaction. But MBA in Hong Kong
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slightly tend to prefer work in a large company. De
Pasquale found that large companies tend to have higher
turnover rate and MBA is tend to move into smaller
companies on their second job. The inconsistency is due
to definition of company size. In Hong Kong those
companies which have more than 100 white collar employee
should be considered as large, while De Pasquale
considered larger company must have at least 5,000 em-
ployees.
b. This study found that Hong Kong MBAs working in retailing
business have higher job satisfaction. But De Pasquale
found that retailing was 8% higher in turnover rate than
average. The inconsistency may be due to difference in
authority and type of customers. Because in United
States, retailing business target at ultimate consumer
and MBA works at retailing is in lower- or middle
management position. In Hong Kong, retailing business
not only target at ultimate consumer but large retail
outlets and MBA works in upper level management position.
The Relationship of MBA's Expectation, Company Expectation and MBA's
Job Satisfaction
Conclusions regarding MBA's Expectations. The combination of
MBA's expectations is positively related to his feeling of having the
chance to do things he is best at. ThoseExpectations like considered
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to be worthwhile, chance to learn and grow and rationale of the business
organization are more important than expectations like opportunity to
test one-self, and maintenance of integrity and individuality.
The findings are also consistent with Berlew and Hall's
findings. They found that job satisfaction is stemming from one's
first challenging job. If a MBA is permitted to participate in the planning
of the department's or work in group's activities, if his supervisor does
not interfer with his job and trust MBA's academic training, the MBA
will find his job challenging and demanding. Moreover, if the organiza-
tion has provided a MBA with a choice of a job within the organization,
has a management development program, accept MBA's disagreement on
company's policies and rules and not consider seniority is important in
considering employees for promotion, it is a rational organization that
can provide a challenging job from which MBA can derive job satisfaction.
Conclusion Regarding Company's Expectations. The combination
of company's expectations is negatively related MBA's liking the kind
of work, feeling of having chance to do things he is best at and liking
to work for the company. That is, the higher the company's expectations,
the lower the job satisfaction. The findings is consistent with Schein's.
But Schein found that all the six expectations are related to job
satisfaction, this study found that the expectations like viewing MBA
as theoretical, idealistic and navie, unwilling to sell good ideas, and
high work potential are more important influences on MBA's job satisfaction
than other factors like viewing MBA as overambitious and unrealistic,
immature and inexperience, and security conscious.
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Business organization should pay particular attention to how
company's expectations affect MBA's job satisfaction, for company does
have control over its own expectations.
Conclusion Regarding Difference in MBA and Company's
Expectations. The combination of difference in MBA's and company's
expectations is positively related MBA's liking to work for the company.
That is, the greater the difference the higher the job dissatisfaction,
and vice versa.
Among those differences in expectations, the difference in
expectations of chance to learn and grow, rationale of the business
organization, overambitious and unrealistic, theoretical, idealistic
and naive, immature and inexperience, and high working potential are
more significantly related to MBA's job satisfaction.
The finding is consistent with Kahn's person role conflict.
When there is difference in expectations, the needs and values of a
person and the demands of his role set will clash. Then, conflict
occurs which decreases the MBA's feeling of progress, liking for the
company, and liking for his job.
Recommendations to Resolve the Conflict
As Fistinger's theory of Cognitive Dissonance indicates,
dissonance can be eliminated by changing people's perception of his
environments or change the environments. Thus, the conflict between
the company and MBA should be resolved by either change MBA's expectations
or change the company's expectations or both. Recommendations are thus
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made to both company and MBA for resolution of the conflict.
Recommendations to Company
The result of the Study shows that MBA's expectation about
considered to be worthwhile, chance to learn and grow, and rationale of
the business organization are significantly related to his job satisfaction.
Therefore, the following recommendations are made to the company to meet
these expectations.
1. MBA's education gives him a sense of being special, of
having attained something not available to all members of
the community, and of having special skills which will be
considered valuable in any job. The job assigned to an
MBA must make him feel appreciated in the business
organization. The company can achieve this goal by:
a. permitting the MBA to participate in the planning of
the department's or work group's activities.
b. The MBA's supervisor should not require periodic
progress reports. He should wait until the job is done
before interfering with the MBA's work.
c. Difficult jobs should not only given to most experienced
employees. Provide some chances for MRA to participate
in difficult jobs.
d. The MBA's supervisor should not watch the MBA's work
closely.
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2. MBA's prolonged educational experience make him expect
to continue to grow. Thus MBA expects chance to test
himself. He also expects to learn more in the company.
The company should provide MBA with chances to learn and
grow:
a. providing MBA with a choice of a job within the (-mm-r)a.nIT_
b. providing a tough and useful training program which
offer opportunity to learn and grow.
3. MBA's academic training idealize and state what is possible
in principle rather than emphasizing current realities
and what is possible in practice. Therefore MBA hopes to
match what he has learnt from text book with the company
realities. The company can minimize this expectation
gap by:
a. Providing management development program to up-grade
the skills, abilities and capacities of MBA to handle
actual and practical assignments.
b. Allowing MBA to discuss suggestions and changes with
his supervisor when he disagrees with the company's
policies and rules.
c. Promoting people not with emphasis on seniority, but
on ability and work potential.
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Recommendations
The result of the study shows that such company views as MBA
is theoretical, idealistic and naive, immature and inexperience,
unwilling to sell good idea, and has high work potential are significantly
related to MBA's job satisfaction. Therefore, the following recommendations
are made to MBA with a view to entrance his cognizance of organizational
realities, and to help him overcome his discontent:
1. To recognize that self-confidence is not of utmost importance
for doing an excellent job.
2. To realize that the initiate job position may not have a
good title, MBA must be patient for advancement, especially
for those jobs of a complex nature.
3. MBA should not give the impression that they know every
thing about the business. He should ask more questions
and make fewer statements.
4. To realize that even though MBA's schooling provides him
with a basis for making practical business decision, there
are informal way to solve real-life business Droblems.
5. To realize that conflict is not best resolved by a
compromise. MBA should find out the reasons that cause
the conflict and remove them.
6. To realize that time is not the best way to examine whether
a decision is right. If MBA believes that he had made a
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right decision, even it is not accept at moment, he should
support his decision by facts and rational arguments.
7. MBA must sieze opportunities to prove his high working
potential. Although mistakes are inevitable, he must
learn from them and not commit the same mistake twice.
8. MLA must'be practical and able to translate technical
solution intoractical. understandable terms.
Summary
Conflict arising from difference in expectations and attitudes
causes job dissatisfaction and high turnover of MBA's. The high turnover
of MBA's is a considerable waste of human resources. Both the MBA himself
and the company which hired him suffer a tangible and intangible loss.
The purpose of the study is then to examine this problem by focusing on
the differences between the MBA and the company's management with respect
to their expectations and attitudes toward the job.
By studying 28 MBA graduates from Lingnan Institute of
Business Administration, the results confirm the hypotheses. MBA's job
satisfaction is significantly related to his own expectations, company's
expectations and the difference between these expectations. In addition
to expectations and attitudes, demographic factors also differentiate
MBA's job satisfaction.
In order to improve the situation, MBA must recognize the
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organizational realities and the company must realize the great potential
of the MBA and must create organizational climates which facilitate to
utilize rather than defeat the talent and knowledge of MBA.
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8許 彼 等 討 論 公 司 政 策 之 得 失 ， 以 工 作 才 能 及 潛 力 作 為 晉 升
之 主 要 標 準 ， 此 外 公 司 並 應 提 供 良 好 之 訓 練 。
一 般 公 司 多 認 為 工 商 管 理 碩 士 太 理 論 化 、 理 想 化 、 幼
稚 及 無 經 驗 ， 因 此 工 商 管 理 碩 士 應 認 清 僅 憑 自 信 不 一 定 能
完 成 優 異 之 工 作 ， 所 任 之 職 位 亦 不 足 以 保 證 成 就 ， 彼 等 應
多 忍 耐 ， 對 於 複 雜 之 工 作 ， 更 應 耐 心 學 習 ， 不 可 僅 憑 書 本
知 識 以 應 付 千 變 萬 化 之 工 作 。
若 能 如 此 ， 則 工 商 管 理 碩 士 與 工 商 機 構 間 之 衝 突 ， 自
可 減 少 或 消 失 ， 由 此 人 盡 其 材 ， 便 香 港 之 工 商 業 更 為 發 達
。
7及 理 想 化 ， 不 肯 提 出 良 好 之 意 見 等 ， 則 工 商 管 理 碩 士 僱 員
將 不 滿 其 工 作 及 其 任 職 之 機 構 ， 且 自 覺 所 學 不 能 對 公 司 有
所 貢 獻 。 反 之 ， 則 樂 於 在 該 機 構 中 工 作 。
由 此 觀 之 ， 欲 避 免 工 商 管 理 碩 士 與 其 工 作 機 構 間 發 生
之 衝 突 ， 便 離 職 率 減 低 ， 則 機 構 本 身 及 工 商 管 理 碩 士 均 須
負 起 責 任 。
工 商 管 理 碩 士 之 學 識 及 其 所 受 訓 練 ， 便 其 感 覺 能 夠 勝
任 重 要 工 作 ， 工 商 機 構 應 答 許 彼 等 參 予 策 劃 工 作 ； 其 上 司
衹 作 間 接 之 輔 導 ， 給 予 彼 等 較 大 之 工 作 選 擇 自 由 ， 公 司 應
設 立 良 好 之 訓 練 方 式 ， 便 其 知 識 及 才 能 均 可 以 增 長 ， 並 容
6（ 五 ） 工 商 管 理 碩 士 之 期 望 與 其 工 作 滿 意 之 程 度 息 息 相 關
， 例 如 渴 望 一 展 所 長 ， 受 人 重 視 ， 有 機 會 學 習 新 事 物 、 有
合 理 之 晉 升 機 會 等 ， 皆 能 影 響 其 工 作 情 緒 。 若 一 機 構 允 許
工 商 管 理 碩 士 僱 員 參 與 公 司 之 決 策 及 計 劃 ， 其 上 司 又 相 信
其 學 識 ， 不 迫 其 接 受 公 司 原 有 之 規 章 及 政 策 ， 且 更 能 接 納
其 建 議 ， 從 事 改 良 ， 並 提 供 種 種 有 效 之 訓 練 計 劃 ， 則 受 僱
之 工 商 管 理 碩 士 ， 必 樂 於 在 該 機 構 中 工 作 ， 且 自 覺 對 公 司
有 所 貢 獻 。
（ 六 ） 受 僱 之 工 商 管 理 碩 士 之 上 司 態 度 如 何 ， 亦 與 工 作 情
緒 及 滿 意 程 度 有 莫 大 關 係 ， 如 上 司 以 其 過 於 理 論 化 、 幼 稚
5、 為 工 商 管 理 碩 士 對 其 工 作 不 滿 及 離 職 之 主 因 、 其 要 點 可
畧 述 如 下 ：
（ 一 ） 在 零 售 業 、 冷 藏 業 、 重 機 械 業 、 証 券 業 、 出 入 口 業
中 工 作 之 工 商 管 理 碩 　 士 ， 其 工 作 情 緒 較 在 服 務 業 及 製 造 業
中 者 為 佳 。
（ 二 ） 在 一 般 管 理 部 門 及 市 場 推 銷 部 門 中 工 作 者 ， 其 工 作
情 緒 較 在 人 事 部 門 及 會 計 部 門 中 工 作 者 為 佳 。
（ 三 ） 在 較 高 層 任 職 者 ， 較 在 中 下 層 任 職 有 較 多 滿 足 。
（ 四 ） 工 作 機 構 之 大 小 與 工 作 滿 意 之 程 度 關 係 不 大 ， 但 一
般 初 畢 業 之 工 商 管 理 碩 士 較 喜 歡 進 入 大 機 關 中 工 作 。
（ 一 ） 工 作 機 構 之 大 小 、 職 位 之 高 低 、 及 工 作 性 質 對
工 作 情 緒 之 影 。
（ 二 ） 工 商 管 理 碩 士 內 心 期 望 對 其 工 作 情 緒 之 影 響 。
（ 三 ） 工 商 機 構 對 工 商 管 理 碩 士 之 態 度 ， 對 後 者 工 作
情 緒 之 影 響 。
（ 四 ） 工 商 機 構 與 工 商 管 理 碩 士 期 望 上 之 差 異 ， 對 工
作 情 緒 之 影 響 。
作 者 以 問 卷 方 式 調 查 一 九 七 一 年 至 一 九 七 三 年 中 文 大
學 嶺 南 商 科 研 究 所 畢 業 生 ， 及 其 工 作 機 構 ， 所 獲 結 果 分 析
後 ， 證 實 推 論 與 事 實 相 符 ， 即 心 理 期 望 與 實 際 環 境 之 差 異
3過 去 許 多 著 名 學 者 曾 對 心 理 期 望 ， 或 互 不 相 容 目 標 所
產 之 衝 突 加 以 研 究 ； 如 麥 乃 路
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註 一 以 衝 突 起 於 不 同 之
需 求 、 行 為 、 目 標 、 及 價 值 觀 念 ； 而 康 因 KAHN
註 二
則 以 衝
突 係 由 個 人 所 受 外 界 或 內 心 壓 力 而 來 ， 例 如 工 商 管 理 碩 士
希 望 能 獲 得 權 力 以 執 行 工 作 ， 並 施 展 所 長 ； 但 工 商 機 構 往
往 不 予 以 實 際 權 力 ， 而 晉 升 之 機 會 亦 有 限 ， 由 是 工 商 管 理
碩 士 遂 對 其 工 作 及 機 構 不 滿 ， 此 時 如 不 能 改 變 其 本 身 之 期
望 ， 或 改 變 其 所 工 作 之 環 境 ， 則 結 果 將 對 工 作 表 現 漠 不 關
心 ， 事 事 敷 衍 、 更 不 作 積 極 之 建 議 及 改 進 ， 最 後 終 至 離 職
。 本 文 所 研 究 者 即 為 此 問 題 ， 研 究 之 範 圍 可 畧 述 如 下 ：
後 來 工 作 失 去 信 心 ， 並 由 此 產 生 種 種 不 良 之 影 響 。
加 以 香 港 種 種 特 殊 之 經 濟 背 景 ， 如 工 地 及 天 然 資 源 之
缺 乏 ； 日 本 及 美 國 之 關 稅 政 策 以 及 種 種 入 口 限 制 ； 工 資 劇
增 ； 世 界 性 企 業 紛 紛 於 扌 港 設 立 分 支 機 構 ； 企 業 管 理 人 材
之 缺 乏 等 等 ， 使 工 商 管 理 畢 業 生 與 工 商 機 構 間 之 衝 突 ， 更
顯 其 嚴 重 性 。
工 商 管 理 碩 士 畢 業 生 之 所 以 有 如 此 大 之 離 職 率 ， 自 與
工 作 性 質 、 工 作 環 境 、 同 事 間 之 合 作 ， 以 及 社 會 之 就 業 機
會 等 因 素 有 關 ， 但 心 理 期 望 與 實 際 環 境 間 之 差 異 所 造 成 之
衝 突 ， 實 為 主 要 因 素 。
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每 年 六 月 間 ， 許 多 剛 畢 業 之 工 商 管 理 碩 士 ， 紛 紛 投 身
各 工 商 機 構 ， 但 在 一 年 之 後 ， 約 百 份 之 五 十 已 離 開 本 來 工
作 機 構 。 這 樣 大 的 離 職 率 ， 實 為 各 工 商 機 構 及 整 個 社 會 之
莫 大 損 失 ， 試 就 月 薪 二 仟 元 之 工 商 管 理 碩 士 言 ， 如 他 於 一
年 後 離 職 ， 僱 用 公 司 將 損 失 二 萬 四 千 元 ， 因 短 短 一 年 中 ，
新 聘 請 之 職 員 ， 實 難 以 對 公 司 作 出 任 何 重 要 之 貢 獻 ， 而 就
工 商 管 理 碩 士 本 身 言 ， 其 初 次 不 愉 快 之 受 僱 經 驗 ， 足 以 對


